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ABSTRACT 


This research analyzes the responses of 926 Naval Officers 
to the 1980 Unrestricted Line Officer Feedback Survey in the 
context of military and civilian career theory. Results indi- 
cate that the large majority of officers do not change their 
career intent as a result of a particular reassignment and the 
detailing process associated with it. Of those who do make 
changes in their career intention, approximately one-half are 
favorable and one-half are unfavorable with respect to con- 
tinuation in the service. Of those who do not make career 
intent changes, quite a few (23 percent) are in unfavorable 
retention categories. Accordingly, detailing has the poten- 
tial for positively influencing retention decisions at any 
change of assignment. Results show that detailing should be 
sensitive to personal desires of the individual, and his/her 
perceived involvement in the detailing decision. Career 
intention changes seem to be differentially related to the 
direction of movement between sea and shore, and to the 


officer's warfare community. 
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INTRODUCTION 


Problem 

The United States Navy includes about 60,000 officers, 
32,000 of whom are Unrestricted Line Officers--those officers 
whose specialty is executive management of the naval establish- 
ment. The majority of these officers (92 percent) are either 
gualified in, or under training in the three primary naval 
warfare specialties--Surface, Air, and Submarine warfare. [It 
iemonly £rom within this group of about 30,000 officers that 
tne Navy selects its highest echelon of uniformed leaders-- 
four star Admirals. 

The retention of an adequate number of Unrestricted Line 
Officers (URL), therefore, is a matter of concern. Not only 
must the Navy have trained leaders for today, but it must 
consider its expanding role in the defense establishment during 
tne 1980s. That role will require skilled middle- and upper- 
grade officers--who may only be obtained by a bottom-up 
progression through the hierarchy. A crucial issue in that 
progression is the retention of adequate numbers of officers 
in order to allow for their proper professional development. 

In April 1981, the Chief of Naval Operations--Admiral 
Thomas B. Hayward--stated that retention would be the most 


important element in any attempt to increase the size of the 





fleet during the 1980s. Admiral Hayward cited compensation as 
an ingredient in retention. [Hayward]. 

Results of the Navy's most recent Officer Separation 
Questionnaire--solicited from each officer resigning from the 
Navy--identifies insufficient pay as the number one reason 
cited by URL officers for their resignations. Also among the 
top ten reasons cited was "inability to sufficiently plan and 
Semerol career." [CNO, 1981]. 

Navy policy confirms that an individual's career decisions 
are important and expected; "... an unrestricted line officer 
must make conscious decisions regarding which career path to 
Seek. (URL Guide, p. viii]. It is important, then, to con- 
Sider for URL Naval officers the factors that are important 


in an individual's career progression. 


Pur POSE 


The sequence of challenging assignments or billets, 
intended to develop an officer's managerial and warfare com- 
petence, is the essence of a proper career progression. Some 
assignments are challenging, others are routine; some are 
vital, others are peripheral to an officer's development. In 
every case, though, the actual placement in a billet is made 
by the Assignment Officer--the detailer. 

The detailer is chartered to represent his/her constituents 
as a career counselor and adviser, while simultaneously re- 
sponding to Navy billet requisitions with qualified officers. 


Tne detailer should provide his/her constituents with the 


10 





proper career development progression within the context of 
their personal desires, yet must fill all, even the undesir- 
able, vacancies. 

For even the most skilled and conscientious detailer, the 
time constraints of providing reliefs for incumbents, meeting 
school convening dates, and so on can sometimes dictate a less 
than optimum balance between an individual's personal desires, 
career needs, and the needs of the Navy. The competing demands 
of the Navy's needs and the officer's personal and career needs 
require compromises, and "... these compromises cannot too a 
heavily favor individual desires" [URL Guide, p. viii]. These 
compromises involve a process of interaction between an indi- 
vidual officer and his/her detailer and an eventual decision 
regarding the officer's new assignment. There are, therefore, 
two elements to consider within this system--the actual 
assignment, and the assignment process. 

Recently, Derr [1980] examined billets and their relation- 
ship to retention within the context of individual's career-life 
decisions; and Holzbach, et al. [1980] explored the assignment 
process and its relationship to retention. These studies con- 
cluded that a relationship does exist between assignments and 
retention [Derr, p. 49] and between the assignment process and 
GBetention [Holzbach, et al., p. 3]. Furthermore, Holzbach, et 
al. [p. 1] state that an officer's expressed career intent is 
related to actual retention behavior and is a useful measure 


of retention. 
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Approach 


This research will examine the responses of a random 


sample of URL officers (n = 926) to a questionnaire distributed 


concurrently with their permanent change of station (PCS) 


orders to new asSignments. Survey responses provided: 


(1) 


(2) 
(3)) 
(4) 


(>) 


perceptions regarding the desirability of the new 
assignment; 


perceptions regarding the assignment process; 
perceptions regarding career values; 

personal, career, and background information 
necessary to place the other responses in context; 


and 


measures of the officer's career intentions both 
before and after the detailing experience. 


While Holzbach, et al. [1980] measured career intent ia(Oe 


a single point in time, this research will examine the two- 


point criterion variable of change in career intent. Analysis 


of the responses will be undertaken to: 


(dy, 


(2) 


(3) 


test the hypothesis that the detailing and assignment 
process is related to a change in career intention; 


generalize conclusions from the sample to URL officers 
as a whole; and 


Suggest some tools whereby billet assignment policy- 


makers may assess the effects of detailing on career 
intentions. 
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THEORETICAL BACKGROUND 


Career Molslopany 


Examination of the literature on "careers" reveals at 
least one striking point--there is no universally accepted 
definition of "career." While much of what has been written 
focuses on the more-or-less "traditional" work-related view 
of a career--entry into an organization, learning, advancement 
to management, and eventual retirement--there is increasing 
recognition that a career may involve a number of jobs, and 
that work itself may be only a part of an overall life-career. 

Van Maanen, Schein, and Bailyn [1980] suggest that "... 
careers must be examined within the total life space of a 
person ... one cannot look at work and career in isolation 
from other aspects of people's lives" [p. 5]. They suggest 
that people progress through "Stages" in a "career cycle," a 


"personal cycle," and a "family cycle." Each of these cycles 
presents its own challenges and makes its own demands, and it 
is the interaction between the cycles that creates opportuni- 
ties and crises [p. 6]. 

Camecer Cyeres 

Dalton, thompson, and Price [1980] describe a taxonomy of 


the professional "career cycle" in an organization as consist- 


ing of four stages of development for high performers. 
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Each stage differs from the others in the tasks an 
individual is expected to perform well in that state, 
in the types of relationships he engages in, and in the 
psychological adjustments he must make [p. 46]. 

Stage I, Apprentice, involves helping, learning, and 
following directions while contending with the psychological 
issue of dependence. Stage II, Individual Contributor, is 
achieved through demonstrated competence; the result is in- 
creased independence and more colleagial relationships. Move- 
ment into Stage III, Mentor, involves a broader perspective 
of the organization, increased interface work outside the 
organization, and more responsibility for the actions of others. 
Those who move into Stage IV provide overall direction for the 
organization and significant interface with the outside 
environment [1980, pp. 46-53]. 

Driver [Young, 1980, p. 53] expands the notion of a ees 
path to include a more individualized perspective. While 
Dalton, et al. describe an individual's career cycles within 
an organization, Driver sees the phenomenon of career success 
as including one or more organizations, determined by an 
individual's needs. Driver describes the Linear, Steady-State, 
Spiral, and Transitory career personality profiles. Any of 
these may lead to "success" or high status. 

Linear types usually set goals early and drive hard to 
meet them. They are ambitious and competitive. 

Steady-state types usually value security and strong job 


boundaries. Nonetheless, many can become quite expert and 


successful in their fields. 
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Spiral types are motivated by challenge and enjoyment of 
work rather than any notion of power and money. 
The Transitory are the job-hoppers. Subgroup I types have 
a strong need for challenge, do very well, but move on when 
boredom sets in. Subgroup II types have little self-esteem 
and little energy, and are, in essence, drifters. 
Schein, in a vein similar to Driver, has examined personal 
motivation as a determinant of career paths--a concept he 
terms career anchor. After a period of real work experience, 
usually from 5 to 10 years, an individual comes to more clearly 
understand his/her true needs, values, attitudes, and abilities 
regarding work [Schein, 1978]. 
The career anchor ‘serves to guide, constrain, 
Stabilize and integrate the person's career' [and] ... 
depends not only on the needs and abilities one origin- 
ally brings to the work situation but also on the oppor- 
tunities provided to broaden one's experience [Derr, 1980]. 


The five career anchors conceptualized by Schein are: 


(l) Managerial Competence--characterized by a strong 
need for management authority, 


(2) Technical/Functional--persons who desire proficiency 
in one area of expertise, 


(3) Security--characterized by a need for stability and 
job security, 


(4) Autonomy--persons who desire freedom from regulations 
and supervision, and 


(5) the Creativity anchor--encompasses those persons who 


have a need to create something of their own 
(Wem tIcO, pp. ll—12)]- 


iis) 





Personal Cycles 


Many authors have considered the issue of "life" or "bio- 
social" stages. Among them are Erickson, Gould, Neugarten, 
Vaillant, and Levinson [Derr, Jan. 1980, p. 32]. 

For our purposes, Levinson's [1978, p. 57] taxonomy is 
illustrative. He describes the male adult life cycle in terms 
of five transitions. Early Adult Transition (usually at age 
17-22) bridges the gap between childhood and adulthood. The 
Age 30 Transition (28-33) involves defining one's own self- 
concept as an adult. The Mid-Life Transition (40-45) involves 


coming to terms with "success," or lack of it, as previously 
defined, and accepting the notion of mortality. The Age-50 
Transition (50-55) appears to be marked by stability and con- 


centration on a few meaningful values. Late Adult Transition 
(60-65) is marked by mellowing and a "winding down" of one's 
fe. 

Career/Personal Interface 

As suggested earlier in this section, there is now increas- 
ing evidence that not all professional people view success as 
a direct series of upward promotions. Hall and Hall [1980] 
note that while the "... upward-mobility norm is a tough one 
to buck," [p. 262] more people appear to be doing so. They 
are expresSing more concern about quality of life and self- 
fulfillment (not necessarily on-the-job); they write, 

"there is ... evidence that the American success ethic 


1s moving away from advancement and money ... toward 
Sore tulicabiment  {p. 263]. 
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As Americans become more aware of their personal needs at 
various stages of their life-cycles, they seem less willing 
to subordinate those needs to career-cycle needs. 

This does not mean, however, that the trend is necessarily 
toward anarchy in the work-place. Renwick and Lawler [1980, 
p. 23] report a"... healthy new commitment to the importance 
@eework,” but not in the sense of blind loyalty to a particu- 
lar organization. Workers "... appear to be very willing to 
change jobs if they can better [their] ... decision-making 
Opportunities, interest, and challenge" [p. 23]. 

Naval Officers 

Derr [1977, 1979, 1980] has examined the career-related 
attitudes of a group of Naval Officers through extensive 
guestionnaire and interview research. He has related their 
responses to some of the existing theory on careers and life- 
cycles, and has, in addition, developed some new Naval officer- 
specific theory [Jan 1980]. 

Among the most significant of Derr's exploratory findings 
for URL officers are the following items: 

(1) Most officers have a high need for security, but this 


may not be dominant enough to constitute an "anchor" 
[ioe Bibra is 


(2) Aviators have a dominantly technical anchor [p. 17]. 

(3) Surface Warfare Officers (SWO) have a dominantly 
Managerial anchor; while, Submariners (SSN) exhibit 
managerial, SSBN Submariners exhibit security, and 
SS Submariners exhibit a technical anchor [p. 17]. 


Derr also discovered three career anchors in addition to 


Schein's [pp. 19-24]: 
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(1) Warrior--they are technically skilled, adventure- 
some, and competitive. Putting their lives on 
the line is critical. They are somewhat anti- 
organizational, which generates conflict with 
auchority. 

(2) Identity-Affiliation--they feel part of an extended 
family or club and might remain at an unrewarding 
Job because of social or colleagial attachments. 

(3) "Plastic Man"--this is not really a career anchor, 
Since the individuals just accept whatever is 
offered them and do their best at it. They seem 
to summon whatever skills the particular job 
Gabi s Lor. 

Derr also explored some family-career concerns. He notes 
that "... many junior officers found their seniors unsympa- 
thetic ... to family-oriented values" [p. 29]. There appears 
to be a 


... conflict of values between young officer couples 

and their seniors. Research shows that for many younger 
persons, self-family development and lifestyle have often 
replaced work as the primary value" [p. 28]. 

Derr cites a study by Moskos which traces the historical 
change in being a naval officer [p. 44]. Before World War II, 
it was considered a "calling"; however, since World War II it 
has been perceived as a "profession" and later as a "job." 
Derr notes that in his survey only 12 percent of the officers 
in the 10-to-20 year experience range saw the Navy as their 
Only career consideration [p. 46]. Notwithstanding these 
observations, Derr found that "... many officers have basic 
Career interests harmonious with the Navy's" [p. 39]. 

Robertson and Pass [1979] examined junior officers' first 


duty assignments and concluded that a significant relationship 


existed with retention. 
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Holzbach, Morrison, and Mohr [1980] studied the assignment 
process and its relationship to career intent and to officer 
quality. They state that the use of career intent as a surro- 
gate for retention is defensible, since intent is ultimately 
related to actual behavior [p. 1]. While they do not cate- 
gorically conclude that improvements to the detailing process 
can improve career intention, they do find that a significant 
relationship exists. Their measure of career intention was 
based on respondents' expressed career intention for a single 
point in time (i.e., the time of the survey). 

Research by Hall and Hall [1980] describes some ideas 
wnich help organizations to improve their organization-employee 
career match. Two of note are job-pathing and counseling and 
Support from the boss. "Carefully sequenced job assignments 
have greater impact on a person's development than any other 
kind of training experience” [p. 259]. "When building the 
conditions for career success ... [the boss] can be far more 
influential than any personnel or career specialist" [p. 268]. 

These concepts are clearly echoed throughout the Navy's 
Unrestricted Line Officer Guidebook. Its very publication, 
along with an addendum for use by commanding officers in their 
guidance role, testifies to the Navy's recognition of the 
importance of those concepts. The essence of a URL Naval 
"career" is measured progression through a sequence of train- 
ing, experience, and application tours with "... command, at 


sea or ashore, as the ultimate goal" [p. vii]. 
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Implications for This Research 


Research by Derr on Naval Officers' careers, in particular, 
supported by the theory of civilian careers by others, suggests 
that influences on URL officers' careers might include far more 
than traditional "job satisfaction" and "compensation" issues. 

While officers' perceptions regarding the desirability of 
certain billets was examined by Derr, the specific impact of 
the billet assignment process (detailing) on career intentions 
was not. Holzbach, et al. used a single point measure of 
career intentions in their study of the detailing process. 

It is the intention of this research to explore career 
Batention change and the detailing assignment process using 


survey data from a sample of Navy URL officers. 
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METHOD 


survey 


Questionnaire 
The URL Feedback Survey was initiated in October 1978 by 
RADM N. R. Thunman, the then Assistant Chief of Officer 
Development and Distribution (Pers-4) in the old Bureau of 
Naval Personnel (now NMPC-4 in the Naval Military Personnel 
Command (NMPC)). The Naval Postgraduate School (NPS) became 
responsible for the implementation and analysis of this survey 
to "... investigate the impact of our assignment process on 
the morale and motivation of all Naval Officers” [Arima, p. l]. 
Panchura [1979] tested the questionnaire on a sample 
(n = 105) of Naval Officers at NPS in January 1979. Based 
on those results, and the constraints imposed by NMPC, Arima 
modified the questionnaire, which was ultimately mailed by 
NMPC in the Spring/Summer of 1980.7 
The questionnaire, a copy of which is enclosed as Appendix 
A, was printed front and back on two sheets of plain white 
8.5 by 11" paper, for a total of four pages. Page 1 was a 
covering letter signed by RADM P. C. Conrad, Commander Naval 
Military Personnel Command, which explained the survey and 


solicited responses. 





L 
See Arima [1981] for a very detailed account of the origin 
of and constraints involved with the survey. 
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The data portion of the survey appeared on pages 2, 3, 
and 4. Page 2 included 12 personal background questions, 
while pages 3 and 4 contained 13 numerically codable questions 
regarding detailing perceptions, career intentions, billet 
preferences, career milestones, and a space for free-response 
comments. 

euDjects 

The 1980 Unrestricted Line Feedback Survey was administered 
to Navy URL officers who received permanent change of station 
(PCS) transfer orders during the months of March through July 
1980. Subjects received a questionnaire-type survey concur- 
rently with their written orders. Those types of transfers 
excluded from the sample, due either to suspected inherent bias 
or lack of substantive information obtainable, were: 

(1) Entry on active duty--newly commissioned officers. 


(2) Release from active duty--resignations or entry into 
the Reserves. 


(3) Retirement. 


(4) Administrative--modification to previously issued 
@eeens (Arima, 1981, pp. 5, 7, 11]. 


Unrestricted Line Officers of the Navy are those commis- 
Sioned officers who are not restricted in the performance of 
duty; they may appropriately succeed to command of operational 
units at sea or ashore. While all URL officers have the 
Overall specialty of "... executive management in the naval 
establishment" (Price, 1965, p. iv], most have a more specific 


warfare qualification--Surface, Submarine, Air, Special 
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Warfare, or Special Operations. Each broad occupational 
field for officers is assigned a numerical designator code. 
Those designators selected for this survey are detailed in 
Table 1 [Arima, p. 8]. 

Conduct of Survey 

The Spring to Summer period was selected for the survey 
due to its relatively large percentage of the yearly total of 
PCS orders for URL officers. A study had revealed that no 
Significant differential selection bias would be introduced 
by this procedure and that the result should randomly sample 
the URL population. It was anticipated that approximately 
4,000 PCS moves should have occurred during the sample period. 
Due to clerical difficulties associated with mailing the 
surveys, the actual number of mailings is undetermined. The 
response rate, however, is roughly estimated at 50 percent, 


and total usable responses are 926 (n = 926) (Arima, pp. 5-13]. 
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Table l 


Unrestricted Line Officer (URL) Categories Selected 


Designator 


OX 


JU Jk 4 
mn A 


NARs, 4 


eX 


Ox 


Jus Aly 4 


132xX 


a7 x 


ST 


for the 1980 URL Survey 


Description 


URL officer who is not qualified in any warfare 
Specialty or in training for any warfare 
specialty 

URL officer qualified in surface warfare 


URL officer qualified in submarine warfare 


URL officer in training for surface warfare 
Qu air wea 1m 


URL officer in training for submarine warfare 
qualification 


URL officer who is a member of the aeronautical 
community and whose rating as a pilot or NFO 
has been terminated 


URDwOLEicer quarried fer duty involving flying 
aircraft as a pilot 


URL officer who is qualified for duty involving 
flying as a Naval flight officer 


URL OfLLlcer In training for duty involving 
flying as a Naval flight .officer 


URL officer in training for duty involving 
Pivying sas al pilot 
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Study Variables 


This section describes the variables used during analysis, 
explains their coding, and the concept which they were intended 
to measure. Each variable was considered to be a measure of 
one of four broad constructs--personal information, assignment 
or billet perceptions, detailing process perceptions, and 
career intent. While many of the variables were usable with 
their original survey codings, all variables were recoded as 
necessary such that the highest and lowest values of each 
variable reflected the greatest and least amount, respectively, 
of the underlying construct. The purpose of this technique 
was to make all correlations directly interpretable regarding 
the direction of effect. Any other recoding performed will 
be individually described below. 

Variables are listed under their respective broad construct 
headings with the variable name presented within parentheses. 
Certain categorical variables were recoded as dummy variables, 
as noted below, for use as internal-level variables in 
analysis; the reference category variable used in regression 
analysis is marked with an asterisk. 

Personal 

Rank (RANK). The respondent's current rank coded by 
officer paygrade (01, 02, etc.). Only those officers with 
ranks of ensign through captain were retained in the sample. 


The following dummy variables were coded directly from RANK: 


Z> 





(RANKD 1) 
(RANKD2 ) 
(RANKD 3) 
(RANKD 4) 
(RANKD5) 


* (RANKD6) 


Ensign 


Lt. 


Je 


(j.g.) 


Commander 


Commander 


Captain 


Lt. 


Designate (DESIG). 


occupational specialty designator coded by the taxonomy of 


Table l. 


The respondent's current officer 


The following variable was created by aggregating 


the codes of DESIG, by community. 


Community (DESIGA). 


community: 
Code 
1100 
ibabaeye) 
LILA 


1300 


The respondent's warfare 


Meaning 


Non-warfare; 
Surface; 
Submarine; 


Aviation; 


Ab eS py dE SIO 
TSE dL LIS. € 
TENE 2D. aE 6 


See LSOX, WSZX, 137K. 


This categorical variable was converted to dummy variables 


as follows: 
(DESIGD1) 
(DESIGD2) 
(DESIGD3) 
(DESIGD4) 


* (DESIGD5) 


Length of service (LOS). 


Non-warfare 


Submarine 


Pilot; 


Naval Flight Officer; 


side abe) <p.6 


20 ox 


Surface. 


The respondent's current 


total number of years of commissioned service. 
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source of commission (SOURCE). The program through 
which the respondent received his/her commission. The follow- 


ing dummy variables were created for analysis: 


(SOURCED1) --~ NROTC 
(SOURCED2) -- OCS 
(SOURCED3) -- NESEP 
(SOURCED4) -- AVROC/AOCS 
(SOURCED5) -- Other 

* (SOURCED6) -- Naval Academy. 


BemeOunance audhity sth eRe). hrs Variable was Created 


as a measure of relative promotion standing. Coding was as 


follows: 
Code Meaning 

1 Promotion on time; LCDR through 
CAPT 

2 Promotion early; LCDR through 
CAPT 

3 Promotion late; LT through CAPT 

a All others. 


This categorical variable was converted to dummy variables as 


follows: 
(ree Dip harily 
(PERFD2) -- Late 
(PERE o je Other 
* (PERFD4) -- On time. 


Zu 





Assignment 
New billet (NEWBILL). The respondent's perceptions 


regarding the career desirability of the new assignment coded 
from 1 (worst) to 10 (best). 

Timeliness (TIMELYA). The respondent's perceptions 
regarding the number of years earlier or later in his/her 
career that the new assignment should have occurred; coded 


as follows: 


Code Meaning 
ih Least timely; plus or minus 
6 years 
Js Plus or minus 5 years 
3 Plus or minus 4 years 
4 Plus or minus 3 years 
5 Plus or minus 2 years 
6 Plus or minus l year 
7 Most timely; now. 


E@utearon DOlnt change (CHANGED). A created set of 


dummy variables reflecting respondent's sea/shore change from 
old to new billet. Source variables were Type Activity Code 


of old and new billets--(TAC1l), (TAC2). 


(CHANGED1L) -- shore to shore 
(CHANGED2) -- sea to sea 
(CHANGED3) -- shore to sea 

* (CHANGED4) -- sea to shore. 


Congruence (CONGRUENT). A created dichotomous variable 


reflecting the congruence between respondent's indicated billet 
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preference (from BILPREF) and actual assignment (from CHANGED). 
a value of 1 was assigned if there was congruence. 
Detailing 

Satisfaction (SATISFY). The respondent's overall 
Satisfaction with the detailing process; scaled from very 
dissatisfied (1) to very satisfied (5). 

Personal desires (PERSONAL). The degree to which the 
respondent's personal desires were considered during detailing; 
scaled from no extent (1) to maximum extent (5). 

Career needs (CAREER). The degree to which the 
respondent's career needs were met during detailing; scaled 
from no extent (1) to maximum extent (5). 

Navy needs (NAVY). The degree to which the needs of 
the Navy influenced the detailing; scaled from no extent (1) 
to maximum extent (5). 

Involvement (INVOLVMT). The degree to which the 
respondent felt involved in the detailing decision process; 
scaled from no extent (1) to maximum extent (5). 

Paeimermceccar hinge iuntap). Ihe respondent's percep- 
tion regarding the relative emphasis that should be placed on 
each of the three elements of the triad of detailing. The 
respondent assigned each a value of from 0 to 100, but with 


the total of the three to add to no more than 100. 


(TRIAD1) -- needs of the Navy 
(TRIAD2) -- career needs 
(TRIAD3) -- personal desires 
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waecer Intent 

Career intentions (INTENT). The respondent's career 
intentions before and after detailing, and his/her retirement 
eligibility status. Table 2 presents the response choices 
and coding used for the original survey responses. Table 3 
presents the direct interpretation of each value of INTENT. 

Batentaon change (INTCHGF). This was a variable 
created from INTENT to reflect the degree of "favorableness" 
to the Navy of the respondent's intention change after detail- 
ing. Table 4 presents the coding for INTCHGF and the intention 
change represented by each value. There were seven possible 
responses (ll, 22, 33, 44, 55, 66, 77), wherein the respondent 
felt the same about his/her career before and after detailing. 
While these represent zero magnitude of "intention change," 
it was considered that a LEAVE-LEAVE response was certainly 
less favorable than a SERVE-SERVE response, and so on. The 
variable was, therefore, coded to reflect these degrees of 
favorableness. 

Intention change (INTCHGFL). This variable was 
constructed by a direct logarithmic transformation of the 


variable INTCHGF. 


Procedure 

Response Processing 

Nearly 1,100 responses were received at NPS during the 
period from March to early November 1980. After the develop- 


ment of a codebook was completed, responses were assigned 
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Pad ereZ 


Response Choices and Coding for 
the Variable INTENT 


Code Status and Intention Before After 


NOT RETIREMENT ELIGIBLE: 


fel ) Leave service at earliest opportunity [ ] [J 
ie, ) Continue beyond obligation os Loa) 
(3) Serve until retirement eligible [ ] [ J 
(4) Undecided [ ] C | 


RETIREMENT ELIGIBLE: 


(5) Retire at earliest opportunity le] ied 
(6) Continue active duty [aoe [ ] 
7 ) Undecided [ J [  ] 


Note. The variable was assigned a two digit value representing 
the combination of the before and after responses. 
(See Table 3 for a listing of these values.) 


or 





Table 3 


Interpretation of Response Values 
of the Variable INTENT 


Value Meaning (Before~After) 


Not Retirement Eligible 


hae Leave at earliest opportunity ~ Leave 

IZ ~ Continue 

3 - Serve 

14 - Undecided 
DM Continue beyond obligation - Leave 

Z 2 - Continue 

23 = Sehavsa 

24 - Undecided 
sik Serve until retirement eligible - Leave 

32 - Continue 

Bo - Serve 

34 ~ Undecided 
41 Undecided ~ Leave 

42 ~ Continue 

43 ~ Serve 

44 - Undecided 


Retirement Eligible 


55 Retire at earliest opportunity - Retire 

56 ~ Continue 
7 ~ Undecided 
65 Meecomcinue active duty ~ Retire 

66 - Continue 
67 ~ Undecided 
wis: Undecided - Retire 

76 - Continue 
Wd - Undecided 


er 


12 





Table 4 


Coding and Intention Change 
Represented for the Variable INTCHGF 


Degree of 


fe orableness Code Value from Variable INTENT 
Beast (a) aL 
(2) Poi (ee 
(3) 34, 41, 75 
(4) Ha AN pels) a ley 
U5), S25 44 | 
(6) Iie a 4a) Tiree) 
(7) 30, 227 Oo 
(8) WA 22) ae) 
) 43 
Most (10) 13 
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case numbers, edited, and evaluated for usability. A total 
of 926 usable cases were placed in a Statistical Package for 
the Social Sciences (SPSS) System file [Nie, et al., 1975; 
cael & Nie, 1979]. 

Bpproach to Analysis 

Variables were initially evaluated to determine any gross 
trends and the distribution of the response values by frequency 
analysis. Contingency table analysis was utilized to further 
delineate any gross trends. 

Since a major objective of this research was to determine 
how the detailing process was related to career intention 
change, INTCHGF was chosen as the criterion variable for mul- 
tiple regression analysis. Ahlgren and Walberg [1975; pp. 
32-35] argue convincingly for the robustness of multiple 
regression with respect to its assumptions, and for its "... 
contribution to sorting out the most potent independent var- 
lables" [p. 34]. It was also deemed important to assess the 
Simultaneous and inter-relational effects of the predictor 
variables on intention change, which lent further credence to 
the use of multiple regression. 

Correlation coefficients were computed to determine the 


zero-order relationships between Intention Change and the 


oA more detailed treatment of survey processing, together 


with a copy of the codebook, may be found in Arima [1980, 
Mp. 12-54). 
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independent variables that were theorized as having importance 
in career decisions. A set of predictors was then chosen for 
inclusion in a stepwise multiple regression to determine the 
best predictors of intention change. Each predictor was chosen 
for inclusion in the regression if: 


(1) the statistical significance of its F-ratio was less 
than or equal to five percent; and 


(2) its squared partial correlation was larger than any 
Other predictor not yet in th e equation. 


Since, during analysis the distribution of the responses 
to the criterion INTCHGF showed small amounts of skewness and 
kurtosis, it was theorized that a logarithmic transformation 
SeeiNtCHGF might bring the distribution closer to normality 
[Nie, et al., 1979; Kerlinger, 1973]. The transformed inten- 
tion change variable--INTCHGFL--was then regressed on the 
predictors in stepwise fashion. 

Similar regression analysis was then conducted for sub- 
groups of the sample by warfare community, performance, and 
type of point-to-point change. 

Throughout this research all inferential statistics were 
initially tested at the five percent level of significance. 
All results presented have met or exceeded that criterion 


except where noted. 
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RESULTS 


Overview 

Or the 926 usable cases in this study, 213 (23 percent) 
were either returned without page 2--personal background data 
--or page 2 was separated from its respective questionnaire. 
The clerical problems attendant to survey administration have 
been detailed above and by Arima [1981]. Nonetheless, the 
responses provided a statistically large sample of the Navy's 
32,000 Unrestricted Line Officers (2.8 percent). 

The typical survey respondent was a male, surface line 
Lieutenant Commander with almost 1l years of service, who had 
been commissioned through the OCS program. He was satisfied 
to a maximum extent with the detailing process and thought 
that his new assignment was the best possible to which he 
could have been assigned. A more complete description of the 
range of values and summary statistics for all of the survey 


variables used in analysis may be found in Appendix B. 


Two major points are apparent when we examine the "typical" 


respondent: 

(1) he was satisfied with the detailing process, and 

(2) he was satisfied with his new billet. 
Over half (65.8 percent) of the respondents indicated that 
they were satisfied to a great or a maximum extent with the 


detailing process; while only a quarter (22.3 percent) were 


36 





satisfied to a slight or no extent. Over half of the 
respondents (64.5 percent) rated their new billet in the top 
mamee OF ten Categories of career desirability, while only 
9.3 percent rated the new assignment in the bottom three 
categories. 

Table 5 presents the results of contingency table analysis 
of satisfaction with detailing (SATISFY) by warfare designator. 
While there is no specific background information on the 
survey which provides respondent's sex, most (probably 80 
percent) of the 59 total nonwarfare officers are estimated to 
be female. Since public law prohibits women from serving in 
any combat role--which includes many operational and sea- 
going commands--their Navy experience is likely to be quite 
different from that of their warfare counterparts. Therefore, 
excluding the nonwarfare designator respondents, there exists 
little significant difference between the three major warfare 
communities in their perceptions of satisfaction with detail- 
ing. Table 6 presents the results of contingency table 
analysis of the desirability of the new billet for the indi- 
vidual's career by community. Again, excluding the nonwarfare 
officers, the surface- and air-warfare officers are little 
different from each other, but submariners seem generally 
less content with their new billets. 

The degree of favorableness of intention change after 
detailing, as measured by INTCHGF, was fairly evenly divided 


between favorable and unfavorable, as shown in Table 7. 
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Most respondents (81.1 percent) were in the middle four of 

ten groups, while only about 9 percent were in each of the 

top and bottom three groups. The distribution of this variable 

was approximately normal; (Skewness = -0.60, Kurtosis = 0.63). 
When intention change responses are scaled to reflect the 

degree of positive change, with all "no change" responses 


aggregated, the distribution appears as follows: 


Code Meaning Percentage (Frequency) 
i Very Negative 4.8 (40) 
Z Negative LO<6. (89) 
3 No Change GIG 2 m6) 
4 Positive Wie oa) 
5 Very Positive <a peel Oe) 
100 (840) 


Again, negative and positive intention change is fairly 
evenly divided (15.4 percent, and 18.5 percent, respectively). 
What is particularly noteworthy is the large percentage 

(66.2 percent) of respondents who report no change in career 


intention after detailing. 


Relationships Between Major Variables 


zero-order correlations between the major variables of 
interest were conducted, and the results are presented in 
Table 8. The correlations between the predictor variables 
and the logarithmically transformed criterion--INTCHGFL--were 
Stronger than for those same predictors and the untransformed 


Criterion--INTCHGF. The distribution of INTCHGFL was, 
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Table 8 


zero-Order Correlation Coefficients 
Between Major Survey Variables 


Criterion Variables 





Variable Umer ronst Ommea Ln Transformed 
UINDTCHGE INTCHGFL 

PiNTCHGF ae 96 
NEWBILL OE 32 
PERSONAL 5 all 54s 
CAREER ke 18 
INVOLVMT ee wee 
SATISFY ~ 26 5 Sak 
Notes. 


yee o0 <« n < 926. 


ioe < . Ol. 


42 





however, worse (Skewness = -2.061, Kurtosis = 6.14) than that 
of INTCHGF (Skewness = -0.60, Kurtosis = 0.63). Since INTCHGFL 
fits the statistical assumption of normality less well, its 
generalizability might be suspect. 

The variables TRIAD1, TRIAD2, and TRIAD3, respectively, 
are the idealized counterparts to the detailing needs actually 
met variables--NAVY, CAREER, and PERSONAL--as described 
earlier. The correlations among the respondents' perceptions 
of how the needs should be balanced--TRIAD1, TRIAD2, and 
TRIAD3--were, not surprisingly, significant and moderately 
negative (Since the design of the question required that they 
sum to 100 percent). 

However, no statistically significant zero-order correla- 
tion was found between respondents! perceptions of how the 
needs should be weighted and how the respondents perceived 
the actual needs met. When first order controls were intro- 
duced, TRIAD3 (personal) did correlate weakly with PERSONAL 
(actual personal needs met) when satisfaction with detailing 
was held constant (r = .08; p = .02). There was no signifi- 
cant correlation between personal needs met and Navy's needs 


met; however, personal needs met did correlate moderately 


with career needs met (r = .53; p < .01); and career needs 
met was weakly correlated with needs of the Navy met (r = .19; 
me< .01). 
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Regression Analysis of Career Intention Change 


Table 9 lists those regressor variables theorized as being 
most important in predicting the criterion of intention change, 
and which were subsequently used in stepwise regression 
analysis. Those variables marked with an ampersand (&) were 
directly available to this researcher only as a consequence of 
the 1980 URL eer and measured the survey's 926 respondents. 
The remainder of the variables listed in Table 9 could be 
available in the future to such policy-making personnel as 
detailers or community managers, and were thus called the 
"“policy-maker" variables subset. While for future applications, 
the values of some of these variables--~PERSONAL, CAREER, and 
INVOLVMT~-might not always be forthcoming from individual 
officers, it seems feasible that a perceptive detailer might 
make a close estimate of their values in any particular case 
through contact with an individual officer. 

Multiple regression analysis was conducted with two pur- 
poses in mind; first, to explain the maximum possible amount 
of variance in intention change in order to better understand 
the relationships involved; and second, to obtain efficient 
and parsimonious prediction equations for possible future use 
by policy-makers. Accordingly, the following Intention change 
stepwise regressions were conducted: 

(1) for two measures of intention change-~INTCHGF and 


INTCHGFL--initially testing all of the variables 
from Table 9 and the responses from the total sample; 
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Tabme 9 


Variables Theorized to be Important for Predicting 
Intention Change in Multiple Regression 





Interval Variables 





(&) NEWBILL (&) TRIAD3 INVOLVMT RANK 
(&) TIMELYA (&) NAVY PERSONAL LOS 
(&) TRIAD1 (&) SATISFY CAREER 

(&) TRIAD2 CNGEMENT 





Dummy Variables 





SOURCED1 (NROTC) PERFD1 (Early Lcdr-Capt) 
SOURGEDZ (OCS) PERFD2 (Late Lt-Capt) 
SOURCED3 (NESEP) PERFD3 (Other Ens, Ltjg, Lt) 
SOURCED4 (AVRDC, AOCS) (*)PERFD4 (On time Lcdr-Capt) 


SOURCED5 (Other) 
(*) SOURCED6 (USNA) 


RANKDI1 (Ens) CHANGEDI1 (Shore-Shore) 
RANKD2 (Ltjg) CHANGED2 (Sea-Sea) 
RANKD3 (Lcdr) CHANGED3 (Shore-Sea) 
RANKD4 (Cdr) (*) CHANGED4 (Sea-Shore 


RANKD5 (Capt) 
(*)RANKD6 (Lt) 





Notes. 


(a) Those variables marked with an ampersand (&) are 
considered to be not generally available to policy- 
makers; the remaining subset of variables are the 
"policy-maker" variables. 


(b) Those dummy variables marked with an asterisk (*) 
are designated as the reference category variable. 
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(2) using only the “policy-maker" regressions from Table 9 
Table 9 and the responses from the total sample; 
and, 

(3) using all of the predictors from Table 9 and 
responses from selected subgroups of the sample 


by warfare community and type of point-to-point 
change. 


Intention Change by Total Sample 

Stepwise multiple regression was conducted for intention 
change (INTCHGF) for the total sample of usable responses 
(n = 606, with listwise deletion of missing values). All of 
the regressions listed in Table 9 were initially included, and 
only those where F-ratios for incrementally predicting variance 
in the dependent variables were significant at the 5 percent 
level were retained. Table 10 presents the means and standard 
deviations for all of the nondummy regressions initially tested, 
and Table ll presents regression results. 

imen intention Change by Total Sample 

Stepwise multiple regression was conducted for the logar- 
ithm of intention change (INTCHGFL) using the total sample of 
usable responses (n = 606, with listwise deletion of missing 
values), and all of the predictors of Table 9. Table 10 
presents the means and standard deviations of all of the pre- 
dictors initially tested, and Table 12 presents the final 
regression results. 

Intention Change for Policy Variables by Total Sample 

Certain variables, listed in Table 9, were determined to 


be available to assignment policy-making personnel. In order 
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Table 10 


Means and Standard Deviations of Predictors 
of Intention Change by Total Sample 








Variable Mean Standard Deviation 
INTCHGF 598 oe, 
INTCHGFL 738 0.34 
SATISFY S214 130 
NEWBILL 7.69 230 
TRIAD 1 (Needs of Navy) Bo noe 14.71 
TRIAD 2 (Career Needs) 28.02 ee 3 
TRIAD 3 (Personal Desires) BIL oN, eo 5 
PERSONAL ars) rs) 
CAREER 3.45 oe 
NAVY a7 6 eal 
INVOLVMT Sens 1.44 
RANK Bye fits) 1s deO) 
Note. 
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Table ll 


Regression Results for Intention Change 
(INTCHGF) by Total Sample 


Multiple R 0.3431 
R Square GO) Gata y 7) 
Adjusted R Square 0.1089 
Standard Error 1.4820 


Variables in the Regression 


Variable B 


SATISFY 0.2085 


CHANGED2 (Sea to Sea) -0.6017 


NEWBILL 0.8852 
RANKD3 (Lcdr) Oa oo 
SeURGED3 (NESEP) 0.6182 
PERFD2 (Late) 0.4011 
(Constant) 4.2944 
Note. 


(a) All regressors significant at 5 percent level. 
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Table 12 


Regression Results for Intention Change 


Multiple 


R Square 


Adjusted 


Standard Error 


Variable 


SATISFY 
NEWBILL 
CHANGED2 
PERE D2 
RANKD3 
SOURCED3 


SOURCED2 


Variables in the Regression 


(Sea to Sea) 
(Late) 
(Lcedr) 
(NESEP) 


(OCS) 


(Constant) 


Note. 


(a) All regressors significant at 5 percent level. 


R Square 


0.3946 
On 3557 


0.1458 


ORS 22's 


0.0452 


0.0286 


eens. 


0.0984 
0.0647 
OZ 
0.0598 


2945 


49 


(INTCHGFL) by Total Sample 


F(7, 598) 


Be ed 


Ort e37 


Ore Z OES 


Ol ae Zateite: 


Oe h ia 
OSES 
On 09s 2 


0.0790 


Wee IGn Ee <) alos 


Std... Beror 5B 


ORO eS 
0.0065 
0.0401 
Ole (OLS) Shs 
Oru 
0.0498 


OOo 





to assess the predictive accuracy of these variables alone, 
they were used as regressors in a stepwise analysis with two 
intention change measures (INTCHGF) (INTCHGFL). The means 
and standard deviations for the nondummy predictors are pre- 
sented in Table 13. Regression results for INTCHGF are pre- 
sented in Table 14; no significantly different results were 


obtained for INTCHGFL. 


Table 13 


Means and Standard Deviations for "Policy-Maker" 
Regressors by Total Sample 


Variable Mean Std. Deviation 
INTCHGF 5.96 157. 
INTCHGFL a 0.34 
PERSONAL Sew 1.36 
CAREER B645 1 88 
INVOLVMT Sew 1.44 

RANK 3.79 1.09 

LOS 10.96 6.02 
Note. 


(a) n= 623 
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Table 14 


Regression Results for Intention Change (INTCHGF) 
Using "Policy-Maker" Regressors, by Total Sample 


Multiple R O07 2826 
R Square On 07919 
Adjusted R Square 0.0724 
Standard Error le dos 


Variables in the Regression 


Variaple B 
PERSONAL O20 7 i 
RANKD3 (Lcdr) 0.4309 


CHANGED2 (Sea to Sea) -0.5638 


SOURCED3 (NESEP) 0.6629 
PERFD2 (Late) 023212 
(Constant) 57 0G47 
Note. 


(a) 


All regressors significant at 5 percent level. 
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Intention Change by Subgroups 


It was theorized that certain important subgroups of the 
sample might exhibit characteristics not discernible during 
standard stepwise regression. While warfare community was not 
a Significant predictor in the regressions conducted using the 
total sample, it was felt that this factor might nonetheless 
be important for subgrouping. Since sea duty is such a vital 
Bact Of the URL career path, the construct of point-to-point 
change to sea duty was also used for grouping. Means, standard 
deviations, and sample sizes for the subgroups considered are 
presented in Table 15. Intention change (INTCHGF) regression 
results for the most significant subgroups are presented in 
Table 16 and Table 17. The results for INTCHGFL were not 


Significantly different. 
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Table 15 


Means, Standard Deviations, and Sample Sizes 
by Subgroups for Intention Change (INTCHGF and INTCHGFL) 


Criterion 

esto P (n) INTCHGF? INTCHGFL> 
Designator: 

All Warfare (560) 5.96 (156) ey A O34.) 

Surface (375) 6.00 (ieS4) ih6 Sp MUS SH) 

Submarine (28) 5.64) (le) iso 6 (0.44) 

Surf & Sub (403) Sais! idling Sich), ede (Oi. 33) 

Aviation (157) Bagley (0h. 55) i (0.34) 
Change: 

Shore to Shore (166) 6 Gao ds) ieee (0.529) 

Sea to Sea (69) Ses (kn WS) 1.60 (0.44) 

Shore to Sea (109) 6.04 (rai) fee O* (Ol. 5.2) 

Sea to Shore (17 6} 6: 05" Giz) lea? So (0:.255)) 

To Shore (342) Sere (les Sak), Misa wet Os els) 

To Sea (178) Sia 7 leo 0)) HOO co) 
Notes. 


560 


33 


Numbers in parenthesis are standard deviations. 





Table 16 


Regression Results for Intention Change (INTCHGF) 


by Warfare Community 


Submarine Warfare 





Multiple R 0.8041 

R Square 0.6465 

Pemisced KR Square 0.5662 F(5, 22) = 8.048, p < .Ol1 

Standard Error ee oo 
Variable B Beta Std. Error BB FEF 
RANKD hear } 2) less 0.6687 0.5845 Zia S52 
CHANGED2 (Sea to Sea) <-2.3405 -0.6506 025354 19.255 
NEWBILL 0.3642 543 0.0930 P5554 
TRIAD3 0.0563 4289 0.0187 9.036 
PERFD2 (Late) -1.8867 =@2-3321 028215 SE ONT ES 
(Constant) fees ae 

Aviation Warfare 

Multiple R OG Seo 

R Square OAR sy 7/10) 

Adjusted R Square 0.1460 E(Z ode 1 4.337,-.p <2 01 

Standard Error 124351 
Variable B Beta Std. Error B F 
SATISFY 3498 0-30.05 0.0862 16.486 
LOS 0989 0.2660 020275 12.920 
(Constant) 8609 
Note. 


(a) 
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All regressors significant at 5 percent level. 
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Regression Results for Intention Change (INTCHGF) 
by Type of Point-to-Point Change 


Sea to Sea 


Multiple R 0.4788 

R Square 022293 

Adjusted R Square 0.2178 PUL, Ove. LOSS Rep <n. OL 

Standard Error Meoee Ss 
Variable B Beta Sta. Eeromes F 
NEWBILL 023403 0.4788 Orc07 G2 on 931 
(Constant) Zep oa 


Shore to Sea 


Multiple R 0.4826 

R Square Oy2o29 

Adjusted R Square 0.2110 BV Sr OSs aeeiO2 6, soya OL 

Standard Error 1.2499 
Variable B Beta Std. Error B F 
SATISFY O24815 0.3943 0.1055 20.809 
TRIADL 0.0204 0.2185 0.0080 6.430 
RANKD3 (Lcdr) 0.4826 0.1702 0.2441 3.910 
(Constant) 3.0365 
Note. 


(a) All regressors Significant at 5 percent level. 
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DISCUSSION 


In view of the large sample size (n = 926) and the in- 
tended representativeness of the sample, the results of this 
research appear to be generalizable to URL Naval officers as 
a whole, but with one caution. While the selection process 
for respondents was believed to be random and representative, 
there remains the possibility that some selection bias could 
have occurred by sampling only PCS orders recipients in the 
Spring and Summer months. Accordingly, conclusions drawn 
herein are directly applicable to this sample, but only 
inferential with regard to URL officers as a whole. 

Respondents as a whole were generally satisfied with both 
their new billet and the detailing process (mean scores were 
7.69 of 10, and 3.74 of 5, respectively). Change of career 
intention after detailing for all respondents (n = 840 in this 
case) was evenly divided between favorable and unfavorable 
(18.5 percent and 15.4, respectively), but tne majority of 
officers (66.2 percent) reported no change. Significantly, 
of those 556 officers reporting no change, 427 (77 percent) 
reported a "favorable" no-change--such as Serve until retire/ 
Serve until retirement. The actual number of "favorable" 
decisions after the detailing process is thus 582 of 840 


responses (69 percent). 
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Multiple regression analysis revealed that a moderate 
relationship (x? ~ .15) does exist between career intention 
change and detailing process variables; the hypothesis that a 
relationship exists is, therefore, not rejected. Current 
career theory seems to imply that a strong relationship, for 
today's officers, should exist between unfavorable assignments 
and willingness to "quit" (negative career intention change). 
No such strong relationship was found in this research, since 
most respondents reported a favorable or no intention change 
and were entirely satisfied with the detailing process. The 
strongest significant multiple regression for the total sample 
accounted for 15 percent of the variance in intention change 
(x? pee LS) seeeWhile 15 percent ls a respectable percentage of 
the variance when predicting individual rather than group 
phenomenon, it is not overwhelming evidence that detailing/ 
assignments are, themselves, the strongest predictors of 
intention change. 

Holzbach's research with Navy officers reports simple 
correlations between career intention and detailing of .20, 
which are similar to those found in this research between 
career intention change and new billet (r = .26) and with 
satisfaction with detailing (r = .26). Derr's study on Naval 
Officers, along with much of the research work in civilian 
careers, shows that more than just the traditional work-related 
values may be important in career decisions. The results of 


this research support that--since only 15 percent of the 
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variance in intention change is accounted for by the tradi- 
tional measures used here. One point of note, however, is 
the absence, due to survey constraints, of actual officer 
performance measures. The issue of officer "quality" may be 
related to career intention, but may not have been adequately 
captured with the surrogate variable--PERF. 

When career intentions change was examined by subgroups, 
the group of officers who had point-to-point moves from shore 
duty to shore duty reported the most favorable mean score for 
intention change, while the sea duty-to-sea duty movers reported 
the least favorable means (from Table 15). This seems to run 
counter to the conventional wisdom of sea duty as the primary 
goal of a URL officer. The only factor which was significant 
Memeincatcting the career intention change of the sea-to-sea 
movers was career desirability of the new billet (NEWBILL). 
memappears that going back to sea in the right billet rather 
than just going back to sea is important. 

Overall, the two strongest predictors of career intention 
change were new billet desirability and satisfaction with 
detailing. These two constructs are strongly related to each 
other, so it might be reasonable to conclude that some under- 
lying concept--"detailing"--is actually at work here. Among 
the other factors which contribute to the prediction of inten- 
tion change are the following. Being a sea-to-sea mover was 
negatively related. Receiving a commission through the NESEP 


or OCS programs rather than USNA or NROTC was a positive 
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factor--this concurs with Holzbach's findings. Being a late 
promotee was also positively related to intention change. 

Two of the important subgroups which were studied during 
regression analysis were Submariners and Aviators--both of 
which have experienced recent retention difficulties. The 
Submariners' regression results showed a surprisingly high 
Statistically significant coefficient of determination 
(x? = .57). While the generalizability of this result to all 
submariners might be questionable since the sample size was 
small (n = 28)--some implications may be examined. The Sub- 
mariner respondents seemed particularly sensitive to sea-to- 
sea moves and reported that the desirability of the new billet 
was very important. These results are quite consistent with 
officers who are sent frequently to sea. The tendency for 
the more senior officers (Commanders) to report more favorable 
intention change concurs with Derr's findings that more senior 
officers are willing to "endure," in order to qualify for 
retirement. The intention change results for Aviators (while 
only accounting for 15 percent of the variance) seem to be 
sensitive to satisfaction with the detailing process and years 
of commissioned service. The satisfaction with detailing may 
be confounded by a high correlation with new billet desirabil- 
ity, but certainly the "detailing" concept is important. 
Length of service as a positive predictor appears, as for 
Submariners, to reflect a tendency for more senior officers 
to remain until retirement except under strong adverse moti- 


vation to leave. 
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Since assignments to sea duty are crucial to a URL officer's 
career, the results of regresSion analysis by sea-to-sea movers 
and shore~to-sea movers seem especially important. As shown in 
Table 17, regression analysis for each of these subgroups was 
able to account for about 22 percent of the variance in inten- 
tion change. The new billet desirability variable and the 
satisfaction with detailing variable were, again, the most 
mmportant predictors. 

Since the percentage of respondents who reported "“no-change" 
was large, this group may represent a pool of officers for whom 
strong proactive detailing activities might promote a favorable 
change. Although the detailing variables under this study 
examined accounted for only about 15 percent of the variance 
in intention change, there was a reliable relationship and the 


potential for positive initiatives does exist. 
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CONCLUSIONS AND RECOMMENDATIONS 


The conclusions presented below, derived from analysis of 
the 1980 URL Officer Feedback Survey, are directly applicable 
to the survey respondents and appear to be generalizable, 
mech Caution, to the population of URL officers. 

(l) In the aggregate, officers do not appear to greatly 
change their career intentions as a result of the detailing 
process or their new assignment. Most officers report no 
career intention change, and of those who do change, most 
undergo a favorable change. 

(2) By measuring the criterion of intention change such 
that those officers who report no change of career intention 
disaggregated and then scaled by the degree of favorableness 
of their career intentions, fifteen percent of the variance 
in career intention can be predicted. While this appears to 
be only a weak relationship between detailing and intention 
change, there is nonetheless a relationship, and it would not 
be safe to discount the effects of detailing. Any marked 
increase or decrease in the perceived quality of detailing 
could produce larger changes in career intentions. For 
instance, a very strong emphasis on proactive detailing with 
a concommitent increase in the detailer to constituent ratio 


could have a beneficial effect on career intentions. 
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(3) Those factors which were the strongest predictors of 
career intention change, were satisfaction with detailing pro- 
cess and career desirability of the new billet. Those predic- 
tors of a secondary nature are: sSea-to-sea change (negative 
relationship); late promotion performance; Seniority in years 
of commissioned service; and commissioning through the NESEP 
or OCS programs compared to USNA and NROTC sources. 

(4) Personal/family issues, rather than strictly job or 
professional Navy issues, appear to be more important in 
career decisions than strictly job or professional issues. 

(5) Of those officers transferred from sea duty to sea 
duty, the only significant predictor of intention change found 
in this research is the desirability of the new billet. Just 
"going to sea," unless the billet is desirable, is not likely 
to create a strongly positive influence on career intention; 
this, despite tne fact that the primary path for URL officer 
advancement is at sea. 

(6) Certain predictor variables, shown in Table 14, which 
are or could be available to detailing policy-makers without 
the necessity of formal survey instruments, can predict about 
8 percent of the variance in career intention change. While 
these variables do not predict a large portion of intention 
change, they do suggest some before-the-fact considerations 
for any particular detailing decision. 

The most provocative result of this research appears to be 


the implication that those factors normally considered crucial 
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in career intention decisions--the desirability of the new 
billet, the degree to which personal and career needs are met, 
satisfaction with the detailing process, and others--can 
account for only a moderate percentage of the variance in 
career intention change. It is, therefore, recommended that 
future research determine which other factors contribute to 


that as yet unexplained variance in career intention change. 
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APPENDIX A 


feeO UNRESTRICTED LINE CPF ICER™FERDEAGK SURV 


Tne distribution of officers is an important function that must be 
Carried out with the utmost proficiency to ensure that the needs of the 
Yavy for officers possessing the required skills, knewledge, and experi- 
ence are met in both the short and long run. This must be done while 
Satisfying to the greatest degree possible the career interests and per- 
Sonal desires of the individual officer. The purpose of the 1980 Unre- 
Stricted Line (URL) Officer Feedback Survey is to determine how well 
this extremely difficult task is being carried out. The ultimate 
objective 1s to make improvements where justified and feasible to achieve 
Greater compatibility between the Navy's demands and individual career 
needs and desires. 


Tne 1980 URL Officer Feedback Survey is being administered to all 
officers of the surface, air and submarine communities receiving PCS 
orders in the period March thrcuch May 1980. Responses to the Survey 
questionnaire will be compiled and analyzed by a research group located 
at the Naval Postgraduate School in Monterey, California. Your responses 
will be held in the strictest confidence and will not be identified with 
you personally. 


Your personal participation in this survey is extremely important to 
ensure that the respondents are representative of the communities being 
surveyed in all respects. It is requested that you answer the questions 
on the reverse and on the enclosed survey forni nonestly and candidly and 
return both forms in the envelope provided within 15 days of receipt. 


Thank you for your time and cooperation. I assure you that che survey 
findincs will receive my personal attention. 
os 


t ’ 


Ry, ny a 





Please answer the folleawincg questions pertaining to your career develop- 
ment by filling in the appropriate blanks: 


CURRENT RANK: ess 


CURRENT DESIGNATOR: 


TOTAL YEARS COMMISSIONED SERVICE: 





COMMISSTON SOURCE (CHECK MARK): USNA NROTC es 


NESEP OTHER (Specify) 


——_ me = 


SUeorECTALTY CODE (if assigned) 


Please provide the information requested below about your current and 
next assignment. The UIC for your new assignment appears on your orders. 
Please be as orecise as possible in filling in the one billet title which 
is (or will be) associated with your principal duty(ies). If known, 
include the Billet Sequence Codes (8SC) in the appropriate blanks. 
LOSING COMMAND - JIC 

SCL at emneS 

BSC 
GAINING COMMAND - UIC 

Bieeet Tlie 


Bee 
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1980 URL OFFICER FEEDBACK SURVEY 


ov). | 


NOTICE, Under autnority of S USC 301. yaur attituuea ano opinions regaraing 
sour Tew Oulet and tne Ceteding Crocesa leeaing 10 1 are o@ing solicited. The 
survey 'a anonymoua ang votuntery Your resco nses will NOt Oe 10 ent Ged with 
yOu personally. Trey wit O@ comoined with srmiar intormation from otner 
siticers end used [0 Crederee statisticet reoart. The Naval Postgqracuate Scnoot. 
snoer tne sconsorsmo of tne Ceputy Criet of Nave: Operations (Mancower 
Personnes Training), 1ae Orimery teseercn ano anaiysis resconaidiity Findings 
"rom Ne survey will O@ reported in ine Ovticer Personnet Newsetter (“Persoec- 
“ve ) and tnrougn oiner ofticiat or GudtiC Media. 


Setow is a orcture of a ‘adder in regard (o furtnenng your overall career 
Zsevelooment. 3u0003@ (Ne (o0 Of {ne leader reoresents (he Oeet Coesidie Ciliet'2 
#Mcn yOu Could Nave Ceen aaaigned at {hia time and (he corttom of the !accer 
e0resents tne woret poesbie Gillet to whch you Could Nave teen assigned atins 
ime. Where on tne ladder 00ea tne New O:ilet [Oo whicn you Neve actually oeen 
aasigned Seiang? Circie ine numoer in tne aoordooriate steo of tne iadder 


See Posaoie lied: 


| 
| 


He 


w 


-L- 


2] 44 


4 


Q 
Worst Possioie Siilet 


_ 


ep mn i nn ee 


Alt things cons:cered — Cersonal desires Career ooeciives. perceived Needs 
1 ‘ne Nevy — ‘naicate Oetow (ne cnarectenstics of (ne ‘ost Preterrea” ang 
~2aet Preterrea™ Dilets tO which you Could Rave Deen assigned at {his time. 
_ Cer tne ‘Most Preterred” Needing, cecide '14t wheter the Oulet would 5e@ at 
22 of ON snore and Oraca an “Xin iMe zoprociaie GOR “hen according to your 
“cice cl sea of snore oclace an “X" in iNe Doaes UNTer ine Sea Of INCIe Heading 
‘at DOIN Mat are Cneractenstic of tne “fost Preferred) sulet. Select ro “Tr0 
an onesiem trom tnose inat ar@ oracneted Failow (Pe same orcceoures [3 
“sscri0e ‘ne Least Preferres” Ouiet 


Cetegones Mort Preterred Leeet Pretecred 
2@e@ cee | ea 
Cee 
—ananne Frees o_o ——— 
Waa. he Finer [es — 
—€- Ree Allatiic uf Maciley — SS 
—358 
SS8N ce | 
Comoetant oa eS 
Auanhary = = 
SMmONOWUS ce SS 
Suvagron a c 
— Carter = 
=_-Nercommana ilying status: = rS 
ANQat stall iMying sretuss S f =, 
—Ciner smossea nantvings ——S 
seernaul = on | 
Sstward deotoyed = = 
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3 Sy crecning [nm ane i0qroonate 30% Nn Ina Feiorea cciumn 3nd one 
aDorosrnate Cox nine After column indicate ime elfacts of (Ne aw olliet to 
#MCn yOu Rave Oeen ass'gned On your Career irrentions Zelore refersty sour 
MANTIONS OTOL 10 you! aNnowiedge Of [Ne Naw Oitlel. and affar anen you earned 
what it #Oulg Se 


Stetue end intention Betore Alter 


Not retirement etigidie = 


‘2@ave Sarvice at aarlesi SOD0rtUAIly 
Satta a ctve duty Bavand 20Ngaton 


Serve Goul retuement engigie 


epee 


wno sided 


Hilal 


Reitrement aiigible 


Aatire at earliest opoorunty 


Cortined active duty 


bd td tl 
(ti tl 


2necioe4 


4 The ftgure Osiow 1s divided into Irames wiih aacn frame representing a 
Jarticuier ime oenoca The center irame represents (ne orasent time Those 
frames to Ine mgat of Center regrasent years In (ne future and (Nose (0 (he left 
ot Cantar -eoresent yaars in (he oast. 

Assume {Nat (Pe sillel which you Nave Ceen assigned is required for your 
Overall Cereer Oevelogment or waa unavagidaoie Consigenng ine needs ot ine 
Mavy 

dy otacing an “X" in tPe aoproonate irame, piease Ndicate (ne year wnanit 
would ave Oeen (Or would Oe) Most Senelicrel [0 your Career OevetoOoment (do 
Pave served (Or 10 serve) 1 ims Olilet. (Use (ne entry dete ind (ne orlet to mene 
Our jwOgment) ‘tf the Oresentis most aporoonete. clece your <" in inatircame. 


Past FUTURE 
YEARS YEARS 


NMOe 


2 
a 
eg 
3 
\ 
ae 





Calegores Most Preterred Least Preterred 
Shore je ex | 
m——=Wagsmectr —— =) 
SOMGS East Ccav of, =, 
CONUS Was: Coast ar | 
CONUS une co = 
lm Jversea snare = 
Traumng = oxy 
Cerahonuae —_ Ce= 
echnical. Managernar —_ = 
Geneva Outy . 1900) suet ——— 
[_wartare soeciaist 110501 & tat rr ai 
Sucscec:aity cooed Owet —— = 
fa een \service colece? —— = 
Stuoent i qraduare eoucations —_ a 
‘Failowing ‘ot 'IXX Jeaqnzor 
a= Piying —__ —_, 
—Nontiving —_ —st_ 





Conewier ajay alt ol the fillets (hat you (havgnt were availatvle to you foe 
rugnment atttistine Please indicate below (he source(s ol infurmation which 
enwhied you to cetermine Imat thesa dillots wore aveiadieto yau.(Piacean Xin 
thar spOrooriate Diank sOBCLIS8) )} e 


a Navy Times 





> Olticer Personnet Newsletter (Perspective) 





¢ Otficer Bitlet Summary 





a Your Commanaing Officer 
e Anotner Senior Olficer 

t Career Planning Guidedooa 
3 Your Oetauer 

m Your peer grouo 


’ OQiner 





\Frilin Wb apolcacie) 


| Orrier 





Below is alistot Milestones wnicn a Navy olficer might encaunter during 
-s OF Mer actve duty career Unoer tne Attained catumn., place an “X" in the 
-cjoining sOace tor the mitestones that you had attained immediatety prior to 
your assignment to tne new billet Under tne Priarity” calumn, indicate in the 
paces Ofovided what your oniority was far reaching each milestane that you 
rad not attained priur to your new diliet. Use (he number 3 far yaur first priority. 
‘Or yOur Secondo irichty. ete. If any af the unattasned milestanes were not 
“i@vani tu your Career plans at that time. leave (he space Dlana Note that anly a 
-w milestones sucnas CTOMOtION with peers. canbeusedindotncatumns No 
estane should De nigner in number than the ane that yau may assign taoneof 

*- aSterisred stems 


= 
2 
@ 
a 


Prority Milestone 





Wartare specialty Qualhication 


Adaitional Qualitication designators {AOD) — OCOD 
TAO ete 


Augmentation 

Graduale education 

Graduate education utilization 

Subsoecially Quailication {experience based) 
Proven suospecianst 

Promotion with peers 

Cummana screen 

-umor (Depot ead. SOAC) functional training 
Clemmediate (Command statt) service schdot 
Senior: “War Collegel service scnool 
DepurtMment read tour tor ecqu.vaient) 

~2OR 410 CO tour tor equivatent: 

COP cammand tur equivalent) 

'Aaror sequential cammand or provec: 

Lateral transter 10 AL Stall 

‘teet 12-yr ACIP gate (13XX only 

Meet ta-yr ACIP gale tl3X4 onty) 

Achieve retirement vestiture (engiditity) 


eLeave service after ooligalory service 


PELTL PETE LEELA 
PELL TTT EEE EEE 


eResign of leave active Outy 


eRetre 


——— 


The tag ef Jetaiing 1s ine Ofroad guidance whicn detailers consicer in 
"SFPMIEUAG yur ASSIGNMENTS The legs of tne trad are newds at the service 
vee Rees Ot [he inupsiduat. and Oesires Ol theindivwdual Adw much emonasis 
vu'd ‘Mere De tur eacn memaer Ol the tnadal detaiting? Forexample, “needsaf 

service i$ nct tOL%s lar there are eaceations wnen career cansiderations or 
-sonal Gesives may override Ine needs ot treNavy Oistribute t00% among tne 
we alternatives tO indicate ihe relative emonass that sNould De placed on 

= at the cresent time (1980) 


Needs ol the Navy *s 


5 inowiduai career needs %, 





C Persdnal cesires 


Total 100%. 


GH. 


NOTE The tiiigwing ifastione ralaioe tl) Ina placement). assignment procass 
which preceded your neat Dillet assignment In answering questiuns 8 Imrougn 
tl circle one of the lotlowing choices 


( Toa meximum extent 


To a great extent 


2 

3 Toa a moderate extent 
4 Toa shgnt extent 

5 


To no extent 


8 Ta what extent do yau feai your oersonal desires were considered? 


1 2 3 4 5 


9 oO wat extent da yau leel gaqur career needs were cansidered’ 


1 2 3 a 5 


10 To what extent da you ‘eel the 
assignment? 


needs ol the Navy iniluenced your 


t 2 3 4 3 
11 Tq what extent da yau leel you were persanally involved in the oecision 
orocess leading ta yaur new billet? 

t 2 3 4 5 
12 What are your feelings tawerd the entire placement assignment orocess 
that resulted in your assignment to ydur nent billet? (Circle yaur choice.) 


+ Very satished 
Satisfied 
Neither satished nor dissetistiad 


Oissatisted 


a a Ww 


Very dissatisfied 


13) If you would like ta eladarate on the chaice yau mace iN Question t2 olease 
d0 3d in the space belaw 


Your cooperetion in corapieting (his questionneire is greatly apprecisted. Thana 
you very much foe your lime end consdevation. 





APPENDIX B 


RANGE OF VALUES AND SUMMARY STATISTICS 
OF THE SURVEY VARIABLES 


CESIG 


CATEGORY LAB EL 
NON—WARFARE 
SURFACE WARF 4RE 


SUBMARINE WARFARE 


AIR NON-WARF 4RE 
PILOT 


NFO 


61.540 
10-000 


00.000 
ut3 


ll 
a1 
il 


oO Ker 


ASES 


OF FICEK OCCUPATION SPECIALTY 


CODE 
ABSOLUTE 
CODE FREQ 
1100. 57 
1110. 437 
1113. 1 
1115. 2 
1120. 33 
1125. 1 
1i60. 2 
1170. 1 
1210. st 
1300. Z 
1310. 101 
1315. 10 
1320. 36 
1325-6 7 
1370. 1 
1375-6 l 
1595.6 l 
=2s it 
=e 212 
TOTAL 926 
STO ERR 30345 
RHEL, 891103 
MAXI MUM 1395.000 
MISSING CASES 22 


68 


100.C 
100.¢ 
100.0 


RELATIVE ADJUSTED 
FREG FREQ 
(PCT) (PCT) 

6e2 8.0 
472 61.3 
O-1l Ol 
0.1 0.1 
3.6 426 
0.1 Oel 
C.Z 0.3 
0.1 O.l 
0.1 Ol 
0.2 0.3 
10.5% 14.2 
1.1 1.% 
6.0 729 
0.8 1.0 
Ol O-l 
Ol 0-1 
Ol Oel 
0-1 MISSING 
22-5 MISSING 
100-0 100.0 
MEDIAN 1110.371 
RANGE = 295200¢ 





RANK 


CATEGORY LABEL 


ENSIGN 
LTJG 
LT 
LTCMOR 
CMOR 
CAPT 
CTHER 


Oo Kea 


ASES 


CURRENT RANK CODED BY PAYGRADE 





ABSOLUTE 

CODE FREQ 

le 17 

Ze 45 

3. eat 

4. 245 

5 e 136 

be 36 

Te 2 

TOTAL 926 
STO ERR 0.040 
STO DEV 1.078 
SKEWNESS -0.015 
MAXIMUM 7-000 
MISSING CASES 214 


69 


100.0 





OESIGA 


CATEGORY LABEL 


NONWARFARE 110061300 


SURFACE 

SUBMARINE 

AVIATION 

MEAN 1156.830 
MODE 1110.000 
KURTOSIS -0 -643 
MINIMUM 1100.000 
VALID CASES 713 





ABSOLUTE 

CODE FREQ 

1100. 59 

1110. 442 

4120- 35 

1300. 177 

TOTAL 926 
STD ERR 3.086 
STO DEV 82-410 
SKEWNESS 1.161 
MAXIMUM 1300. 000 
MISSING CASES 213 


70 


RECQDED DESIGNATOR BY WARFARE COMMUNITY 


100.0 
100.C 


RELATIVE AOQJUSTED 
FREG FREQ 
(PCT) (PCT) 
6.4 8.3 
47-7 62.0 
3-8 G9 
19.1 24.8 
23-0 MISSING 
100.0 100.0 
MEDIAN Liite73t 
VARIANCE 6791.34C 
RANGE 200.000 





tos TOTAL YEARS COMMISSICNED SERVICE 


’ : apsocute “"eRec’® “ORREOE = EE 
CATEGORY LABEL CODE © FREG (PET) (PET) (PC 
Thc ll ig? 1.6 ie 
on we 1.2 lea a6 
3h 52 aes 405 ok 
ae 46 5.0 6.5 We 
5. 59 ene ane Dae 
a 40 Ao Sint Pil 
fe aS aug Bot 34.5 
8. 40 4.2 5.7 40.1 
9. 35 308 5.0 4501 
10. 39 ier 5.5 50.6 
lee 48 5.2 aoe 5704 
ioe 58 258 Bee 65.7 
ee 31 Be Zeatc 70.1 
ae 20 Fae: a: ee 
15. 22 ee ae 76. 
Wc 22 aL: 361 75a 
ae De 2 ae Woe 
18. 2 256 328 B64 
ae 20 Die 2.8 89.2 
ele 24 Baie aoe 92.6 
rate 17 lea Bee 95. 
poe 7 One 1.0 ame 
pan i ee Roe eG 
Par 7 0.8 1.0 Cane 
25. 2 0.2 0.3 98.5 
Dou 2 Bez 0.3 99.1 
ie 4 Gara Gee 99.7 
28. i 0.1 0.1 99.9 
29. 1 Gail 0.1 100.C 
=i oat 23-9 MISSING 190.C 
TOTAL —ité2S 190.6 100.0 
MEAN 10.948 STO ERR 0.225 MEDIAN 10.385 
MODE 5.000 STO DEV aaa? VARIANCE 35.782 
KUATOS IS Bones 7 SKEWNESS 02515 RANGE 28 .0CC 
MINIMUM 1.000 MA AL MUM 292000 
VALID CASES 705 MESSING (CASES Meo 


fal 





SOURCE OFFICER COMMISSIONING PROGRAM 


CATEGORY LABEL 


USNA 

NROTC 

CCS 

NESEP 
AVROC, ADCS 
CTHER 


MEAN 

MODE 
KURTOSIS 
MINIMUM 
VALID CASES 


CODE 
1. 

Ze 

3e 

4- 

5 

6- 
-l. 
TOTAL 


STD ERR 


STO OEY 
SKEWNESS 
MAXIMUM 


ADagEATE 
198 
153 
201 

54 





MISSING CASES 220 


a2 


RELATIVE AOJUSTED 
FR FR 


(P 
2124 
16.5 
21.7 
58 
Tel 
3.1 
23.8 


) 


MISSING 


100.0 


(PCT) 
28.0 
21-7 
28.5 
726 
10.1 
el 





PERF 


PRWOTIGN PRFORMANCE TIMELINESS BY PAYGRE 


CATEGORY LABEL 


ON TIME 


EARLY 
LATE 
CTHER 


Oo ze 


04—C6 
04-06 
03-06 
Gl= cs 


ABSOLUTE 

CODE FREQ 

be 280 

rae 52 

ee 127 

4. 244 

9. 223 

TOTAL 926 
STD ERR 0.050 
STD DEV 1.320 
SKEWNESS -0.016 
MAXIMUM 4.000 


MISSING CASES 223 


73 


RELATIVE ADJUSTED 
FREG FREQ 
(PCT) (PCT) 
3002 39.8 

506 e% 
13.7 18.1 
2622 34.7 
24-1 MISSING 

100.0 100.0 
MEDIAN 
VARIANCE 
RANGE 





CAREER DESIRABILITY OF NEW BILLET 


NEWBILL 


LAS EL 
BILLET 


CATEGORY 
wGRST 


226 


2-6 


Ze 


23 
32 


326 


365 


26 


9.3 
l2e/ 


3.1 


28 
36 


4e 


Ry 


31 


19.3 


6.6 


6.4 
604 
Ge 
15.7 


Sc 
S39 
86 
173 


2545 


66 
926 
19.3 


76 


396 


5465 


176 19.0 19.7 1425 
228 


Ye 
i 10. 


2545 100.0 


MISSING 


2426 


Bean BILLET 


100.C 


-l. 
TOTAL 








Ep 


MISSING CASES 


895 


VALID CASES 


74 





TIMELYA 


CATEGORY LABEL 
LEAST TIMELY 


MOST TIMELY 


MEAN 

MODE 
KURTOSIS 
MINI MUM 
VALID CASES 


CAREER TIMELINESS OF NEW 


CODE 


pi. 


BILLE 
ABSOLU 
FREQ 
20 

20 


T 


TE 





RELATIVE ADJUSTED 
FREG FREQ 
(PCT) (PCT) 

26S 3e1 
202 203 
Se 3-8 
504 Se”? 
10.9 11.6 
10.8 11.5 
38.5 o2el 
5e7 MISSING 
100.0 100.0 
MEDIAN 
VARLANCE 
RANGE 





CHANGE 


CATEGORY LABEL 
SHORE TO SHORE 


SEA TQ SEA 

SHORE TO SEA 

SEA TO SHORE 

MEAN 2-536 
MODE 1.000 
KURTOSIS -1.643 
MINIMUM 1.000 
VALIO CASES 608 


SEA SHORE CHANGE GLD AND 





NEW BILLET 

RELATI 

ABSOLUTE FRE 

CODE FREQ (PCT 

le 204 22-0 

Ze 76 8.2 

3e 126 LEIA 

4. 202 21.8 

96 318 343 

TOTAL 926 100.9 
STO ERR 0.051 
sTD OEV 260 
MAXIMUM 4.000 


MISSING CASES 318 


76 


3302 
MISSING 


ae ee: SP = ee oe 


100.0 


MEDIAN 
VART ANCE 
RANGE 





CNGRUENT MATCH BETWEEN BILPREF & ACTUAL CHANGE 
RELATIVE ACJUSTED 
FREQ 





ABSOLUTE REQ 

CATEGORY LABEL CODE FREQ (PCT) (PCT) 
NOT MATCH 0. 643 69.4 694% 
MATCH le 283 30-6 3006 

TOTAL 926 100.0 100.0 
MEAN 0.306 STO ERR 0.015 MEDIAN 
MODE 0.0 STO DEV 0.461 VARIANCE 
KURTOSIS -1.288 SKEWNESS 0.845 RANGE 
MINIMUM 0.0 MAXIMUM 1.000 
VALID CASES 926 MISSING CASES 0 


77 





SATISFY 


CATEGORY LABEL 

TO NO EXTENT 

TO A SLIGHT EXTENT 
TO A MODERATE EXTENT 
TO A GREAT EXTENT 

TO A MAXIMUM EXTENT 


MEAN 3.679 
MODE 5-000 
KURTOS IS -0.656 
MINIMUM 1.000 
VALIO CASES 921 


SATISFACTION WITH DETAILING PROCESS 
RELATIVE A0JJUSTED 
FRE RE 





ABSOLUT 

CODE FREQ 

le 160 

Ze 105 

36 110 

4 282 

5 324 

~l. 5 

TOTAL 926 
STD ERR 0-044 
STO OEV 1.343 
SKEWNESS -0.763 
MAXIMUM 5.000 
MISSING CASES 5 


78 


(PCT 
10.8 
11.3 


& 


y 


100.C 


FREQ 
(PCT) 
10.9 
11.4 
11.9 
30-6 
35-2 
MISSING 


100.0 





PERSONAL 


CATEGORY LABEL 

TO NO EXTENT 

TO A SLIGHT EXTENT 
TO A MODERATE EXTENT 
TO A GREAT EXTENT 

TO A MAXIMUM EXTENT 


MEAN 3-438 
MODE 4.000 
KURTOSTIS -~1.022 
MINIMUM 1 .000 
VALID CASES 922 


MISSING 


oe eels 





CASES 


7 


PERSCNAL DESIRES CUNSICERED IN OETAILING 
RELATIVE ADJUSTED 
FRE FRE 


(PC 

13.8 
13-2 
16.1 


0.3 


100.C 


) (PCT) 
13.9 

13-2 

L602 

28-6 

281 
MISSING 
MISSING 


100-0 


MEDIAN 
VARIANCE 
RANGE 





CAREER 


CATEGORY LABEL 


TO 
TO 
TO 
TO 
TO 


NO EXTENT 

A SLIGHT EXTENT 

A MODERATE EXTENT 
A GREAT EXTENT 

A MAXIMUM EXTENT 


N 3-409 
E 4.000 
TOSIS -1.007 
IMUM 1.000 
ID CASES 921 


CAREER NEEUS CONSIDERED 


TOTAL 


STD ERR 
STO DEV 
SKEWNESS 
MAXIMUM 


MISSING CASES 


IN DETAILING 


ABSOLUTE 
FREQ 
118 
130 





80 


RELATIVE AOJUSTED 
FREG FRE 





(PCT) (PEP) 
NEG 12.8 
14.0 oe 
Wah 18.8 
27.8 279 
pew: NS. 
0.5 MISSING 
100-0. 100.0. 
MEDIAN 
RANGE 





NAVY NEE€OS OF NAVY INFLUENCED OTLG DECISION 


assovute ““EREG ” “ORReQ®? 
CATEGORY LABEL CODE — FREQ (PCT) (PET) 
TO NO EXTENT Te 16 oe 8.3 
TO A SLIGHT EXTENT oe 78 ona 8.5 
TO & MODERATE EXTENT ay 179 19.3 Oa? 
TO A GREAT EXTENT Ay 255 27.8 oT et 
TO A MAXIMUM EXTENT 5. 333 36.C Wool 
“1. 5 0.5 MISSING 
TOTAL 926 100.0 100.0. 
MODE 37400 TD Bev 17346 VAR LANCE 
KURTOSIS = Osaal SKEWNESS aos 782 RANGE 
MINIMUM 12000 MAX LMUM 5.000 
VALIO CASES 921 MISSING CASES 5 


el 





INVOLV MT 


CATEGORY LABEL 

TO NO EXTENT 

TO A SLIGHT EXTENT 
TO A MODERATE EXTENT 
TO A GREAT EXTENT 

TO A MAXIMUM EXTENT 


MEAN 3-307 
MODE 2-000 
KURTOS IS -1.350 
MINI MUM 1.000 
VALID CASES 918 


CODE 
tee 
Ze 
36 
he 


STD ERR 
sTO DEV 
SKEWNESS 
MAXI MUM 


ABSOLUTE 
FREQ 


163 
149 





MISSING CASES 


82 


PERSCNALLY INVOLVED IN OTLNG DECISION 


RELATIVE ADJUSTED 


(pe ) (P 7) 
17.6 17.8 
16.1 L602 
13.6 13.7 
21.%$ 22e1 
29S 3002 
0.1 MISSING 
0.8 MISSING 
100.0 109.0 
MEDIAN 
eahuanee 





TRIAOL NEEDS OF NAVY SHOULO INFLUENCE DETAILING 








sasoure *ERREVE AODGBTED Gy 
CATEGORY LABEL cope FREQ (PCT) (pcr) ec 
0. fe 7: 1.9 iz 
10. 15 ee a ae 
15. 5 0.5 os An 
20. a2 6.7 : 10. 
25. a) 8.7 8.9 19.8 
27. 1 0.1 one OnE 
0c 108 11.7 nie Siok 
epi 1 0.1 O61 Sige 
ae 70 Teé ou 39.6 
cyar 10 lel Pel pont 
5. 21 4e De ae) 
40. 184 19.5 20.3 bbos 
alle 1 oe 0.1 2558 
oe 11 1.2 1.2 Pace 
50. 222 24.0 Bee 89.1 
51. 3 0.3 223 59.4 
35. 3 0.2 0.3 a9 8 
60. 49 53 Ao? 95.2 
ae. 3 42 0.3 $5.5 
i. 1 rel d.1 $5.6 
70. 18 1.3 2.0 nee 
15. 5 0.5 ane 68.1 
80. 8 0.9 0.9 99.0 
8S. 1 0.1 0.1 9941 
90. ra ae 004 Bae 
Sa. 1 0.1 0.1 99.7 
99. 3 0.2 0.3 1606C€ 
ae 6 Sus NMISsivG  100.c 
= 12 EATSSING 100.0 
TOTAL 926 100.0 103.0. 
wn gee SRR HOR SERIA, 25S 
ieiogis hssee enh SASSER MARSEIT 
VALLO CASES 908 MISSING CASES 18 


3 





TRIAD2 


CATEGORY LABEL 

MEAN 27.355 
MODE 30.000 
KURTOSIS 0.665 
MINIMUM _ 0.0 
VALIO CASES 921 


CODE 
0. 
l. 


See 
FREQ 


84 


57 
2 
9 





CAREER NEEDS SHOULD INFLUENCE DETAILING 


RELATIVE ADJUSTED 





(pet) = (PED 
6.2 602 
0.2 Qo2 
1.0 1.0 
0.1 Ol 
Ol Ol 
56C 520 
30 3-0 
0.1 Oel 

13.8 13.9 
0.1 Oel 
Ol Oel 

16.7 16.8 

22-4 22-5 
8.0 8.0 
0.6 0.7 
2.7 2e7 
Og Je2 
O.l O-l 

11.2 Ll. 
0.3 0.3 
52S 6-0 
1.C 1.0 
0.1 Ol 
0.2 0.2 
Ol O-l 
O02 MISSING 
0.2 MISSING 

100.¢_ 100.0. 
MEDIAN 
RANGE 


100.0 
160.C 





TRIAD3 PERS-DESIRES SHOULD INFLUENCE DETAILING 





aesotuTe “FREQ” FREQ. FREC 

CATEGORY CLCABEL COLE FREQ (PCT) PCT) (PCT 

0. 30 3-2 303 See 

1. 3 0.2 0.3 36 

Ze 0.1 Jel 3.7 

Se 5) 0.5 0.5 4.2 

10. 40 4.2 4.3 8.é 

13. l 0.1 Jel 8.7 

15-6 18 1.5 2.0 10.6 

20. 129 1365 14.0 24 € 

24-6 l 0.1 Vel 24-8 

25-6 136 14.7 14.8 Se 

296 1 0.1 de1 396 

: 30. 162 17.5 17.6 57.2 

32-6 l 0-1 Jel Dias 

33-6 73 7.9 7.9 69.2 

34%. T O.€& 0.3 66.C 

35- 30 3.2 3-3 6S75:2 

36. a O.l Oel 69.4% 

37. 2 0.¢ 0.2 6S 0E 

396 1 0-1 Jel é9.7 

40. 147 15.% 16.0 &5.7 

436 1 Oe-l 0-1 6546 

45-6 4 0.4 0.4 8662 

49. 1 0.1 Jel Eo. 2 

50-6 90 9.7 9.8 S61 

55-6 1 0-1 0.1 S60c 

60- 14 1.5 1.5 $7.7 

65.6 zZ 0.2 0.2 $725 

10.6 7 QO.€ 0.8 $8.7 

75-6 6 0.4 de? $9.2 

80. 5 0.5 0.5 $925 

G56 l 0.1 Jel 100.¢ 

=Ze 2 Oe2 MISSING 100.0 

=i = 0.2 MISSING 1co.C 

TOTAL - 926 100.C_ 100.0 
“538 sieges STD GRE 00589 YEREANce «1850882 
KURTOSIS 1.461 SKEWNESS 0.480 RANGE ; 

MINIMUM 0.0 MAA LUM 95.00C 
VALIO CASES 921 MISSING CASES 5 





INTENT 


CATEGORY LABEL 
LEAVE-UNCHAN CED 
LEAVE=-CONT INUE 
LEAVE=-TIL RETIRE 
LEAVE~UNDECICED 

CONT INUE=LEA VE 

CONT INUE=UNC RANGED 
CONTINUE-TIL RETIRE 
CONT INUE-UNDECIDED 
TIL RETIRE-t EAVE 
TIL RETIRE=CCNTINUE 
TIL RETIRE*UNCHANGED 
TIL RETIRE-UNODECIDED 
UN DECI OED-LE AVE 
UNCECIOED—-CONTINUE 
UNDECIDED<$TIL RETIRE 
UNDECI DED-UNCHANGED 
FETIRE-UNCHANGED 
RETIRE-CONTI NUE 
RETIRE-UNDEC IDED 
CONT INUE=RET IRE 
CONT INUE-UNC HANGED 
CONT INUE-UNDECIDED 
UNDECIDED—RE TIRE 
UNDECIDEO-CONTINUE 
UNDECI DED~UN CHANGED 


MEAN 

MODE 
KURTOSIS 
MINIMUM 
VALID CASES 


CODE 
il. 
12-6 
13.6 
14. 
21. 
220 
23 
24-6 
31. 
32-6 
336 
34 
41. 
4de 


ABSOLUTE 
FREQ 


24 


68 
10 





MISSING CASES 86 


86 


CAREER INTENTION BEFCRE=AFTER DETAILING 


RELATI 
FREC 
(PCT 

2eF 
2e2 
0.S 
206 
1.6 
14.8 
2e€ 
25 
1.0 
LeS 
24.0 
4-1 
1.3 
36S 
2.8 
10.3 


or N OO Co Oo 
6 
NN = WA ee - iN 


Oo 
e 
Ve) 


100.0 


VE ADJUSTED CUM 

» ter) BEF, 

209 209 

204 Sed 

1.0 60d 

209 9.C 

1.8 10.8 

16.3 2161 

209 30.0 

207 32.7 

lel 33.8 

201 36.C 

266% 62 6% 

4.5 66-5 

1.4% 68.3 

43 7206 

301 567 

11.3 87.C 

0.6 B7.E 

1.0 8B.é 

Jel 88.7 

0.2 88.S 

del S7.C 

Le2 S8ed 

Je2 98-5 

1.9 99 4 

0-6 100.C 

MISSING 100.C 

MISSING 100.0 

MISSING 100.0 
100.0. 

MEDIAN 533032 

RANGE = “642000 





INTCHGF 


CATEGORY LABEL 
LEAST FOR NAVY 


MOST FOR NAVY 


MEAN 5-963 
MODE 72000 
KURTOSIS 0.632 
MINIMUM 1-000 
VALID CASES 840 


CODE 
li 
2 
Be 
4e 
Se 
66 


FAVORABLENESS OF CHANGE AFTER DETAILING 


RELATIVE ADJUST 
ABSOLUTE FREG FREQ 
FREQ (PCT) (PCT 
9 1.0 lel 
17 1.8 2-0 
52 306 602 
62 6.7 T24 
118 12.7 14.0 
230 24-8 2704 
266 28.7 31.7 
52 526 6e2 
26 2.8 Zel 
8 0.9 1.0 
86 9.3 MISSING 
926 100.0 100.0 
0.055 MEDIAN 
1.607 VARIANCE 
—-0.50% RANGE 
10.000 


MISSING CASES 86 


87 





INTCHGFL LN OF FAVORABLENESS GF CHANGE AFTR OTLNG 





nagouyre "ERATIVE A0quareD cys 

CATEGORY LABEL CODE PREQ (PEN (PCT) (Ped 

LEAST FOR NAVY 0. 9 1.0 et Val 

ne 17 1.8 2.0 3.1 

ie 52 506 6.2 9.3 

re 62 6.7 7.4 1607 

base 118 Ye7 14.0 30.7 

ap 230 24.6 2704 58.1 

re 266 28.7 EW, 898 

ee 52 5.6 6.2 96.0 

on 26 28 nal 59.0 

De g 0.9 1.0 100.¢ 

-1. 86 9.2 MISSING  100.C 

TOTAL 926 100.0 120.0. 

ME AN hetiey: STD ERR 0.012 MEDIAN 1.812 

MO OE 1.946 $70 DEV 0.350 VARIANCE 0.123 

KJRTOS IS 6.140 SKEWNESS -2.061 RANGE 2.302 
MINI MUN 0°20 MAXIMUM 22303 
VALID CASES 840 MISSING CASES 86 


88 
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